One might argue that race and ethnicity influence the workplace setting more than any other setting. The workplace provides unique opportunities to express one's identity and to work interactively with others in various competitive and cooperative situations. The workplace also provides opportunities for the expression of stereotyping, prejudice, and discrimination. People do not simply leave their racial and ethnic identities at home, and the workplace is not immune from societal forms of racial and ethnic bias. In short, race and ethnicity are salient in and matter in a variety of ways at work.
resistance in organizations (K. M. Thomas, 2008) , effects of diversity training on dominant group members' attitudes (Madera, King, & Hebl, 2013; Rynes & Rosen, 1995) , and the reduction of prejudice (Paluck & Green, 2009) . In most of these scenarios, the perceivers are White.
There is still much we do not know, however, about what members of racial and ethnic minority groups are experiencing in the workplace, how they cope, how they relate to others in their community or family around these issues, and how they enact change. In our call for papers, we were particularly interested in efforts to better understand and address major complex workplace issues such as experiences of tokenism, interpersonal relationships, and support networks; how best to identify, confront, and cope with discrimination; and how to change workplaces; as well as highlighting novel experiences for racial and ethnic minorities in the workplace that have not previously been identified by the research literature. We also were interested in research on moderators of experiences of discrimination (e.g., life span and career stage; occupation and industry; intersection of race and other identities such as gender, class, and sexualities).
The articles ultimately published in this special issue address many of these topic areas either directly or indirectly, and represent a number of themes that are important to the workplace experiences and outcomes of racial and ethnic minorities. They include
• experiences of tokenization (Wingfield & Wingfield, 2014, pp. 483-490) ; • experiences of incivility and discrimination (Krings, Johnston, Binggeli, & Maggiori, 2014, pp. 491-498) ; • color-blind racial attitudes and perceptions of workplace microaggressions (Offermann et al., 2014, pp. 499 -507) ;
• social identity threat and situational cues that signal threat/devaluation versus respect/affirmation (Emerson & Murphy, 2014, pp. 508 -520) ;
• the effect of metastereotypes on employability beliefs and the role of self-esteem in this process (Owuamalam & Zagefka, 2014, pp. 521-528) ;
• racial identity-based impression management (Roberts, Cha, & Kim, 2014, pp. 529 -540 );
• the relationship of social support and coping strategies with job-family role strain and career and life satisfaction (Linnabery, Stuhlmacher, & Towler, 2014, pp. 541-549) ; and
• occupational socialization of adolescents by their mothers (Hagelskamp & Hughes, 2014, pp. 550 -560) . Moreover, whereas previous research has primarily focused on White "perceivers" and/or on Black-White discrimination (see Plaut, 2010; Ruggs et al., 2013) , the participant samples in this special issue include a broader representation of groups:
• Black American professional men (doctors, lawyers, bankers, and engineers).
• Black American professional women (staff and managers, the majority of whom were employed by a for-profit company).
• Asian American journalists (including Chinese, Japanese, Filipino, and Korean).
• African American, Latina (Puerto Rican and Dominican), Chinese, and White dyads of mothers and adolescents.
• University students of various backgrounds residing the U.S. mid-Atlantic.
• Female university students and participants of South Asian ethnic descent in the United Kingdom.
• A representative sample of Swiss residents, including immigrants and nonimmigrants.
Together, these articles cover a lot of ground thematically. They illuminate multiple stages of the job process throughout the life span: youth's socialization experiences, beliefs about the difficulty of getting a job, and experiences once one holds a job. Content in this special issue stresses the importance of understanding not only what happens on the job but also of understanding systems of support and socialization outside the job. Furthermore, the content in this special issue focuses our attention not only on racial and ethnic minorities' perceptions of negative workplace experiences (e.g., tokenization, discrimination, incivilities, microaggressions) but also on identity management, coping, and support.
Methodologically, the articles in this special issue include results from correlational survey studies, experiments, and focus groups. In addition, we include one theoretical article. One sample is nationally representative, whereas others are convenience samples. Most of the participants in this research are actual workers from multiple occupations and industries. The presence of concerns across multiple occupations and identity groups highlights the ubiquity of workplace issues surrounding racial and ethnic identity. The presence of research in multiple countries also highlights that the experience being a racial minority may not be the same across countries, but there is still an experience of being "othered."
However, there is also a lot that our set of articles does not address. While some of the articles consider the intersection of race and gender, more research is needed on the intersection of race and sexuality. Additionally, although the articles cover a range of occupations, much of the focus is on high-status occupations, and more attention could be given to the intersection of race and ethnicity with class. We also would benefit from more research on working status (full-time as opposed to part-time workers or the underemployed). Although the INTRODUCTION special issue does cover a variety of groups, as others have noted (Plaut, 2010; Ruggs et al., 2013) , there are still opportunities to further highlight the experiences of groups beyond the Black-White binary. For example, we know little about the intragroup experiences and dynamics of historically subordinated groups within workplace environments. Additionally, although our articles span several countries, the focus is generally on a few highly industrialized, Western countries-how do these processes operate and what are other prominent concerns in countries in the Global South (i.e., in Africa, Latin America, and much of Asia)? Several of the articles in the special issue either directly or indirectly assess the experiences of immigrants, but there is still a lot to learn about the workplace experiences of immigrants in the United States and other liberal democracies, including the experiences of individuals without authorization to work in the country in which they reside.
In addition to covering the experiences of different groups and intersecting identities, we also could learn more about experiences in certain aspects of work life. For example, we know relatively little about the experiences of racial and ethnic minorities in receiving and providing mentoring and coaching, and in other professional development domains. More broadly, we can learn more about racial and ethnic minority experiences in the workplace in groups and in dynamic interaction with others (see Shelton, Dovidio, Hebl, & Richeson, 2008) . Another consideration is application on which, with the exception of the theory article, most of the articles do not focus. Relatedly, what can minority workers do differently to improve their outcomes? Further, what can researchers do methodologically in going beyond self-report in assessing racial and ethnic minorities' experiences (e.g., physiological markers of stress), and to tie racial and ethnic minorities' experiences to actual outcomes (e.g., pay, performance evaluation, turnover)?
In conclusion, racial and ethnic identity matter and are salient for people in the workplace-a place where people spend a substantial amount of their time. This special issue brings the workplace into the domain of racial and ethnic minority psychology. It also brings to the study of the workplace a relatively neglected perspective: that of people from historically stigmatized racial and ethnic groups. Though there is, of course, need for more work with different themes, outcomes, and populations, this special issue takes us an important step in the direction of understanding better and giving voice to the experiences of racial and ethnic minorities in the workplace. 
